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ABSTRACT 
This paper explores the definitions and usage of individual and organizational core 
competencies, especially in the context of training and development. This paper aims to 
identify current expertise of individual and organizational competencies and the future 
requirements of competencies for the success of SLT. The survey data is obtained from 
198 executives, results will be analyzed and findings will be reported. Relationship 
between important corporate level competencies with individual competencies will be 
investigated. In addition, strategies to improve competency levels of SLT and its 
employees will be recommended. 
Competency mapping is considered as a key to face for the challenges of competition 
among other organizations. Many world class companies around the world are 
increasingly committed to develop their core competencies. Having multiple 
competencies can make much more difficult for competitors to imitate. Leading 
companies do not stand still and rest on their traditional competencies. Developing new 
competencies to respond or anticipate emerging business conditions. Competency study 
has not been carried out in SLT. Competition in the telecommunication market is high 
and drastically increasing. Technology related to Telecommunication industry grows 
rapidly. 
First objective of the study is to analyze individual perceptions of current expertise, 
current importance and future importance of individual Core Competencies. Second 
objective of the study is to explore and evaluate training requests with company 
secondary data. Third objective is to analyze SLT competencies of current expertise and 
future importance and the forth objective is to investigate the relationship between 
important corporate level competencies with important individual competencies for future 
success of SLT. Final objective is to recommend strategies to improve competency levels 
of SLT. 
SPSS software is used to analyze survey results. Factor analysis, mean and standard 
deviation values from descriptive statistics and correlation of factors are the results 
obtained using SPSS software. 
Ill 
Literature survey has been explored 'Background of Competency ' , 'Competency 
mapping ' , 'Benefits and advantages of Competency Mapping ' , ' Issues and problems in 
competency mapping ' , 'Myths about Competency ' , 'Developing Competency Models ' , 
'Competency Frameworks ' , 'Issues Related to Developing Competency Models ' and 
'Background of Sri Lanka Telecom Limited' . 
Most of these core competencies are relevant to progress of SLT in different functional 
areas. Thirty (30) organizational and Thirty two (32) individual core competencies are 
identified for the questionnaire and they have been categorized under 'Organizational 
Leadership ' , 'Responsiveness Planning' and 'Technical Foundation ' . This study has been 
carried out considering the perception of the executives in SLT as most of the 
competency studies were done the same way according to the literature survey. Factor 
analysis attempts to identify underlying variables, or factors, that explain the pattern of 
correlations within a set of observed variables. A correlation analysis is performed to 
quantify the strength of association between two numeric variables. 
Learning Points from the Literature survey, findings from the survey questionnaire, 
identification of possible competency solutions for SLT and barriers to competency 
mapping are discussed and analyzed in this study. Limitations and areas for future 
research to overcome such limitations are identified in addition to the recommendations 
and strategies to improve competency levels of SLT. 
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